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ABSTRACT
RACE AND TEACHER PERCEPTION OF ORGANIZATIONAL CLII-IATE
September 1978
Walter Evans, B.A
.
,
Roosevelt University
M.A.
,
Howard University, Ed.D., University of Massachusetts
Directed by; Professor Ernest Washington
The purpose of this study was to investigate the
hypothesis that race is a significant factor in the per-
ception of the organizational climate of public elemen-
schools as measured by Halpin and Crofts' Organiza-
tional Climate Description Questionnaire (OCDQ)
.
To get an idea of the status of interpersonal cli-
mate within an organization, some attempt to measure or
to describe the organizational climate is often undertaken
through the use of a data gathering device or instrument
by organizational development practicioners who consider
the diagnostic phase to be the cornerstone of the organiza-
tional problem-solving processes.
The resultant measures or descriptions are based
upon the perceptions that people within the organization
hold. Such perceptions, it is argued, are vulnerable to
V
social and cultural influences, i.e., the social deter-
minants of behavior.
In order to test the general hypothesis, a repli-
cation of an earlier study was conducted using a popula-
tion sample where Black to White ratio (8 Black to 2
White) is just the reverse of the study replicated. It
was expected that the results of this reversal of the
Black to White ratio would allow for a fuller expression
of the perception of Black teachers towards both Black
and White principals. It was also anticipated that this
reversal of the Black to White teacher ratio would re-
flect a more positive view of Black principals by Black
teachers and a more negative view of Black principals by
White teachers unlike the findings of similar studies
using the OCDQ and a teacher population where Black
teachers and principals comprised ten percent of the
populations sampled.
The present sample was taken from an urban city s
public elementary school system. Returns from 278 Black
and White teachers from 20 different schools were utili-
zed in the analyses of the data collected using the
OCDQ.
An analysis of variance was applied to the data in
order to test the overall significance of the factors
of
race of teachers, race of principals, and the
interaction
VI
of these two factors in relation to each of the eight
subtest factors of the OCDQ. T-tests were conducted in
the single instance where there was a positive result
from the analyses of variance. Stepwise multiple regres-
sion analyses were performed using teacher demographic
data in relation to each of the eight subtest factors of
the OCDQ. Overall climate scores were derived for each
of the twenty schools in order to determine the relative
openness or closedness of the twenty schools in the
sample
.
The overall results of the statistical analyses of
the collected data indicates that there is no statistical
significance to support the rejection of the null hypothe-
sis established for the purpose of this investigation.
Race was not found to be a significant factor in the per-
ception of the organizational climate of the public
elementary schools in this sample. The reversal of the
Black to White teacher ratio to that of similar studies
failed to yield the anticipated results. No significant
differences were found between the overall climate scores
of schools with Black principals and schools with White
principals
.
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CHAPTER I
INTRODUCTION
The impetus for this study was generated from
this investigator's experiences as an Organizational
Development and Management Consultant and as Chairman
of the Personnel Committee of a community school board.
tenure, I became aware of a difference in the
general atmosphere of the several schools in that com-
munity and this study is an effort to understand these
differences
.
Conceptual Foundations
. Individuals are thought of as
having different personalities, it has been theorized
that this is also true of organizations. Analogously,
personality is to the individual what organizational
climate is to the organization. As one visits different
elementary schools, one can note a sense or feeling that
differs from one school to another. This sense or feeling
has been variously labeled as the atmosphere, the tone,
school climate or personality of the school. This feel-
ing is, however, intangible and Andrew W. Halpin and Don
1 2
B. Croft
,
George G. Stern and Carl R. Steinhoff , and
1
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Rensis Likert and Jane G. Likert were prompted to devise
data gathering instruments as a way of finding empirical
evidence that one school differs from another.
The school environment is one of the roost intricate
of the social systems. As with any structured system,
when the climate needs improvement, an organizational
problem solving approach is needed. The diagnosis of
social environment and a description of the qualitv of
the interpersonal relationship is a critical part of such
an objective problem-solving process.
A unified organizational development approach to
school improvement has been suggested as the best way to
develop leadership and correct errors through the use of
a planned and sustained effort to apply behavioral science
for school systems improvement, using reflexive and self-
4
analytic methods Schmuck and Miles. Measurement of the
organizational climate, with constant refinement of the
means available, is a crucial and most potent step toward
final diagnosis and positive organizational problem-solving.
Many characteristics go into making up the organi-
zational climate of a school. Halpin and Croft isolated
eight such characteristics. What is of no small importance,
however, is how these characteristics are perceived by those
within the organization. Halpin and Croft have made percep-
tion the basis for assessing and describing the organiza-
tional climate through the use of questionnaires tney
3developed for this purpose
.
The age, race, culture, and social class of the
perceiver are important determinants of perception. In the
United States at the present time, race and culture can be
most crucial factors in cognition. Given this country's
unique history and cultural diversity, such effects on
perception could be profound. What a person sees and hears
may be selectively determined by society's impact from early
childhood.
Social values are also important in the perception
process in that perception is largely a domain of evaluative
judgements according to Henri Tajfel. Stereotyping is one
such phenomenon that stems from culturally-determined person
perception. These factors governing person perception thus
may influence how the same organization and its climate can
be seen and judged differently by different people inter-
acting within it.
The work of H. C. Triandis
,
et al., "Variations in
Black and White Perceptions of the Social Environment,"
states
:
"Nowhere is the difference in the perception
of Blacks and Whites stronger than in their
reactions to the establishment roles and
institutions and to people who do well under
the status quo. Here Blacks reject the 6
establishment more clearly than do Whites."
It follows that any instrument that is used as a
diagnostic tool in integrated organizations and which uses
4person perception as a basis, must necessarily be sensitive
to the factor of race
.
Much of the voluminous literature dealing with the
organizational climate of schools concerns itself with
numerous personality characteristics of teachers and/or
principals as they interact with and influence teacher/
principal perceptions of the organizational climate. Con-
spicuous by its absence from a rather long list of charac-
teristics hypothesized to be a significant discriminate
upon the organizational climate, is the characteristic of
race
.
The Problem . Opinions and research appear divided on
whether or not the race of teachers and principals is a
discriminating factor in teacher perceptions of organi-
zational climate.
John C. Walden, et al, recently conducted a study in
order to test the hypothesis:
"Schools with open climate tendencies
become more open over time and, con-
versely, schools with closed climate
tendencies become more closed over
time . "
^
Through the use of a cross-sectional study with the
same sample of schools as previously surveyed five years
earlier, the authors decided to reject the major hypothesis
of this study on the basis of the collected data and analy-
sis. Nothing that previous studies had indicated that Black
and W^ite teachers viewed the organizational climates of
5their schools differently in segregated schools, these
investigators decided to explore this as an ancillary
hypothesis in a desegregated setting. They too found no
significant differences in Black and White perceptions
of the organizational climate in this desegregated school
setting
.
H, B. Pinkney and James P. Esposito conducted a study
"Organizational Climate of Desegregated Schools: A Study
of Teachers' (Black and White) Perceptions of Elementary
Schools with Black or White Principals." This study was
conducted in the deep South and utilized a school district
in which Black teachers and principals comprised ten per-
cent of the teaching population. Through their use of the
OCDQ they concluded the following:
I. Black teachers do not perceive the organi-
zational climate of schools led by Black
or White principals differently.
2. The race of the principal has no signifi-
cant effect upon the perception of Black
teachers
.
3. In integrated facilities. Black teachers
perceive White principals to be more inti-
mate than did White teachers; White teachers
perceived Black principals to be a greater
hinderance than White principals-
4. White teachers perceived Black principals
as maintaining greater esprit than Black
teachers perceived I'Jhite principals to
maintain
.
5. Teachers (Black and White) perceived White
principals as less considerate than Black
principals
.
6. White teachers perceived principals (Black
and White) to be more of a hinderance than
Black teachers. White teachers fail to
accept the principal's role as a leadership
position in the same vein as Black teachers.
7. The analysis of data revealed that differ-
ences as shown on 50% of the subtests were
significant and 50% were non-significant.
Although schools were desegregated, many
teachers (Black and White) were unable to
accept the realities of a unitary school;
therefore, their perception remained
unchanged and the race of the principal
made a significant difference in their
perceptions
.
8. There were significant differences shown on
the subtests of disengagement, intimacy,
production emphasis, and consideration. Due
to segregation, certain perceptions about
subtest items were perceived of to be due to
the race of the principal.^
Both Walden^ and Pinkney^*^ advise that their conclu
sions were based upon studies of population samples
containing small numbers of percentages of Black teachers
Walden advises caution in the interpretation of the
results of their study;
"First of all, the perceptions of a small
number of Black teachers were being com-
pared with the perceptions of a large
number of White teachers in many of the
schools
.
Similarly, Pinkney advises:
"This study comprised a population whereby
the percentage of black teachers on the
respective staffs was extremely small (less
than 10% in some cases. "12
Walden recommends:
"Finally, additional studies are needed to
explore more fully the congruence of black
7and white teachers' perceptions of the
national climate in a desegregated
setting. A study might be conducted in
a school district where desegregation of
students and faculties has been accom-
plished for a number of years. ••13
As does Pinkney:
"A study of this nature utilizing other
graphical regions or locales with a higher
percentage of black teachers could reveal
significant differences in the perceptions
of the organizational climate by black and
white teachers with black and white princi-
pals. Therefore, further research utilizing
regions or locales with larger percentages
of black teachers or individual staffs is
recommended . " 14
In concert with the above recommendations, this
researcher proposes to extend and expand the study by
Pinkney through a replication of his study outside of the
deep South where desegregation has been accomplished for
a number of years and in a setting in which the Black to
White ratio of teachers is greater than that utilized in
the Pinkney study.
In this study, which will be a replication of
Pinkney's study, the same instrument (OCDQ) and many of
the same procedures will be employed as in the earlier
study. The population sample will differ from that of
the previous study where 8 White to 2 Black teachers was
representative of the total school teaching staff Black-
to-White ratio. The sample will be drawn from a south-
eastern public school district where White elementary school
principals comprise 11.21% and Black 88.79% of the school
8principal population. White elementary school teachers are
9.9% and Black 89.7% of the teacher population. This popu-
lation will provide for the exact opposite of that used in
the earlier study.
It is expected that by reversing the Black-to-White
teacher ratio from that of previous studies, that this will
allow for a fuller expression of the perceptions of Black
teachers towards Black and towards White principals. It is
also anticipated that the results of this reversal of the
Black-to-White teacher ratio will reflect a more positive
view of Black principals by Black teachers and a more nega-
tive view of Black principals by White teachers due to
racial biases and their influence upon the perceptual pro-
cesses upon which the OCDQ is based.
The premise of this study is that race is a signifi-
cant discriminant upon the results obtained from the OCDQ.
It will generally explore the question: Do Black and White
faculty differ in their perceptions of the factors which
comprise the organizational climate of the schools in which
they are employed? Specifically, is there a significant
difference between Black principals and White principals,
as perceived by teachers? Is there a significant differ-
ence in the interaction effect between the race of the
principal and the race of the teacher pertaining to the
organizational climate?
9The null hypotheses established for statistical
purposes in the original study and to be used for the
same purposes in this replication are:
1. There is no significant difference in the perception
of the organizational climate by Black teachers with
Black principals and by Black teachers with White
principals. (Bt/Bp and Bt/Wp)
2. There is no significant difference in the perception
of the organizational climate by White teachers with
White principals and by White teachers with Black
principals. (Wt/Wp and Wt/Bp)
3. There is no significant difference in the perception
of the organizational climate by Black teachers with
Black principals and by White teachers with Black
principals. (Bt/Bp and Wt/Bp)
4. There is no significant difference in the perception
of the organizational climate by Black teachers with
White principals and by White teachers with White
principals. (Bt/Wp and Wt/Wp)
5. There is no significant difference in the perception
of the organizational climate by White teachers with
Black principals and by Black teachers with White
principals. (Wt/Bp and Bt/Wp)
6. There is no significant difference in the perception
of the organizational climate by Black teachers with
Black principals and by White teachers with White
principals. (Bt/Bp and Wt/Wp)
7. There is no significant difference in the perception
of the organizational climate by all teachers with
Black principals and by all teachers with White
principals. (all t/Bp and all t/Wp)
8. There is no significant difference in the perception
of the organizational climate by Black teachers and
all principals and by White teachers and all princi-
pals. (Bt/all principals and Wt/all principals)
10
An analysis of variance will be used to test the
overall significance of null hypotheses. Where the find-
ings are positive/ t—tests will be used to further explore
mean differences. Statistical significance is set at the
.01 level of confidence for the purposes of this study.
Climate scores will be computed for schools in this
sample and a determination made in terms of relative open-
ness or closedness.
Significance . The results of this study should serve to
broaden the limited amount of empirical research in this
area. Results should also serve to confirm or to discon-
frim the position that race ''is a significant discriminant
in the perception of the organizational climate of elemen-
tary schools as measured by the OCDQ
.
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CHAPTER II
REVIEW OF THE RELATED LITERATURE
Organizational Development in Schools. Organizational
development (OD) is described by Warner W. Burke in a
recent journal article as a practice that is in its'
"adolescence," being less than fifteen years old.^ Its
beginnings can be traced to the work of Blake, Mouton,
Barnes, and Griner (1964) with an industrial organization.
It has grown from a field limited almost exclusively to
business and industrial organizations to a field affect-
ting many different types of organizations.
However, OD continues to be practiced more within
business and industry than all other types of organiza-
tions combines. The OD Network, an organization of OD
practicioners that is affiliated with the NTL Institute for
Applied Behavioral Science, has more than 1,300 members,
60% of which work for business and industrial organizations.
The use of OD in public schools is less than ten years
old. In a book entitled, "OD in Schools" authored by
Richard Schmuck and Mathew B. Miles, OD is defined by
Richard Schmuck as
;
12
13
"A planned and sustained effort to apply
behavioral science for system improvement,
using reflexive, self-analytic methods.
The process is outlined by Robert Fox, et al.
,
in their book
"Diagnosing the Professional Climates of Schools" as;
Organizational Problem-Solving
1. Identifying the problem
2. Diagnosing the problem situation
3. Considering action alternatives
4. Trying out an action plan
5. Diffusion and adaptation^
^
These authors consider diagnosis to be the corner-
stone of objective problem-solving and that without complete
and accurate diagnosis, problems tend to multiply. Good
diagnosis provides ways to find out about feelings, values,
and attitudes, and ways to learn of the perceptions people
have of each other and the norms which influence the behavior
of the individuals in groups. However, they do hasten to
point out that:
"There are several reasons why good
diagnostic work is not done actively by
educators. One is that it is compara-
tively difficult to identify clear goals
in education, since education is an
extremely complex business. Moreover,
it is often difficult to get accurate
information about school building phenom-
ena, even when goals can be stated
clearly.
Similarly, in a chapter in "OD In Schools" entitled
"Using Survey Feedback and Consultation," the authors.
14
C. McElvaney and M. B. Miles point out:
"Data collected from questionnaires generally
have not been useful to school people. The
results often are not fed back, and even if
they are, tney are difficult to understand and
use. The data are arranged in elaborate tables
printed in obscure journals, and at best serve
to help someone earn a doctorate. Although
research is credited with importance, it does
not seem to have much payoff for the practical
educator . "
^
Educators are only beginning to be provided with tools
from the social sciences to gather the sorts of diagnostic
data critical to their efforts. One data gatinering tool
which has been widely used in public schools which might be
applied for such purposes is the Organizational Climate des-
cription Questionnaire (OCDQ) developed by Halpin and Croft
(1966) .
Climate Instrument . Individuals are thought of as having
different personalities, it has been theorized that this is
also true of organizations. Analogously, personality is to
‘the individual what organizational climate is to the organi-
zation. As one visits different elementary schools one can
note a sense or feeling that differs from one school to the
next. This sense or feel has been variously labeled as the
atmosphere, the tone, school climate or personality of the
school. This feeling is, however, intangible and Halpin
and Croft (1966), Stern and Steinhoff (1965), and Likert and
Likert (1967) were prompted to devise data gathering instru-
15
merits as a way of finding empirical evidence that one school
differs from another and describing that difference.
Stern tended to see an analogy between human person-
ality and the personality of the ^institution and drew much
on the earlier work of Henry A. Murray, who had developed the
concept of need-press as it shaped human personality. Stern
and others in 1963 evolved two questionnaire instruments to
determine the need—press factors they felt influenced devel-
opment of climate in colleges; the Activities Index (AI)
,
which dealt with the needs of individuals, and the College
Characteristics Index (CCI)
,
which probed the organizational
press as experienced by persons in the organization.
Stern and Steinhoff (1965) developed an adaptation of
the CCI, applicable to schools and other organizations,
called the Organizational Climate Index (OCI)
,
which was
first used in a study in Syracuse, New York in 1965. The
two key dimensions which describe the organizational climate
of a school, using the OCI, are developmental press and con-
'trol press. Developmental press is the capacity of the
organizational environment to support, satisfy, or reward
self actualizing behavior. Control press is defined as
those characteristics of the environmental press which
inhibit or restrict personal expressiveness.
Jane G. Likert and Rensis Likert (1967) introduced
another instrument to identify types of educational organi-
zations, which was an adaptation of an earlier one developed
16
by Rensis Likert to identify types of industrial organiza-
tions. Their questionnaire, called the Profile of Organi-
zational Characteristics (POC)
, classified educational
systems into four systems. System (i) Exploitive-Authori-
tative is characterized by complete administrative control
and a lack of confidence and trust. System (2) Benevolent-
Authoritative is characterized by condescending confidence
and trust. System (3) Consultative is marked by substan-
tial "but not complete confidence and trust; and System (4)
Participative is characterized by complete confidence in
all matters.
A recent study by John W. Hall hypotehsized that
Halpin and Croft's organizational climates as identified
by the OCDQ are similar to the Likert organizational sys-
tems as measured by the teacher's form of the POC question-
6
naire
.
The hypothesis of a similarity between the results of
the two instruments was supported by a positively signifi-
‘cant r of 0.59. This positively significant relationship
found between organizational climates classified hy the
OCDQ and organizational systems classified by the POC sup-
ports the concept that the model from which the OCDQ was
developed is comparable to that from which the POC developed.
While both the OCI and the POC reflect some basic
similarities to the OCDQ, neither singularly nor together
17
have been used as extensively as the OCDQ.
By far the most popular and widely used technique for
assessing organizational climate of schools has been the
OCDQ. This technique has been employed repeatedly by
researchers in this country and abroad. Many of the resear-
chers wanted to determine whether certain types of organiza-
tional climates were found in schools with principals having
certain characteristics. Morale has also been a major area
of attention for researchers using OCDQ. A survey of the
literature revealed that as of the end of 1975, some 268
doctoral dissertations and 30 professional journal articles
utilized or explored this pairticular instrument. The list
of correlates seems almost endless.
The OCDQ was developed by Andrew W. Halpin and Don B.
Croft in a continuation of the situational approach to
leader behavior. Halpin had been involved in an earlier
work with the Leadership Behavior Description Questionnaire
(LBDQ) during his study of Air Force flight crews. Halpin
'also worked in collaboration with the orginators of the
LBDQ, John K. Hemphill and Alvin E. Coons while working with
the Ohio State Personnel Board.
The OCDQ permits one to identify and describe the
organizational climate of an elementary school facilitating
analysis of social interaction within the school using the
responses of the members of the faculty.
18
Person Perception: The Study of Inference About Other People.
Person perception is the basis of the measures or descrip-
tions derived from the OCDQ. In a discussion of the develop-
ment of the OCDQ, Halpin and Croft wrote:
"Obviously, each teacher's perception of
the school's climate is mediated through
his own set of personal values and needs.
Yet, as in the case of the LBDQ, the mem-
bers of any faculty show consistency among
themselves in their perception of what is
"out there." When, for example, a faculty
describes the organizational clim.ate of
its school as open, the question "Is it
really open?" is unanswerable and irrel-
evant. The climate is open if the faculty
perceives it as open. Accordingly, the
OCDQ items are measures of attitudes, or
alternatively, of perceptions."^
The logic of this thinking appears tenable at first
glance yet, serious questions are raised when one considers
based upon subtest items which themselves seem not immune
from, if not very vulnerable to, perceptual biases and dis-
tortions. The logic seems to ignore, or at least over-
simplify, the dynamics of person perception. It also seems
.to ignore the issues of why people see it the way they do
which may have serious implications in the interpretation
of subtest scores and results.
In most instances, interaction with other people is
governed by the perception of conditions and situations.
Person perception is the process by which people come to
know others—their characteristics, qualities, attitudes,
emotions, possible intentions and purposes—thereby forming
19
judgements about cues received. Plus, interaction is
doubled, fed by reactions from both the perceiver and the
perceived. The author of "Person Perception," Renato
Tagiuri refers to this phenomena as "Dyadic Interplay."®
How people perceive or know their environment, and how
these processes are related to resultant behavior, are
still rarely measured by scientific methods and little
understood. This area of research is relatively new and
somewhat controversial with regard to the exact terms of
measurement
.
^here are several main elements in person perception:
the situation in which the person is embedded; the person,
apart from the situation; the perceiver, attuned from past
life experience to be super sensitive to certain stimuli
while possibly ignoring other factors that may be just as
prominent; and, the role that each object in the interaction
represents or is assumed to represent.
Person perception judgements that lead to a final
course of action spring from a very complex base. The
judgement that a person is "good" is based upon a wide
mix of variables that combine past and present memories
and experiences. Such a judgement may change from situation
to situation, dependent upon the particular dyadic inter-
play that occurs.
Regardless of the complexity of the process, it starts
taking place very early in life on a nonverbal and preverbal
20
level—as early as four or five days after birth. By the
age of three, person perception is well established and the
human being continues to act and react in concert with
these patterns.
Social Determinants of Perception . Interest in the possi-
bility of describing and predicting the social behavior of
individuals in cognitive and perceptual terms, based upon
the manner in which an individual perceives and interprets
his social environment was expressed by Sherif:
"Social psychology has studied individual
differences in response to a social environ-
ment, but it has never recognized that each
one of us perceives this environment in terms
of his own personal habits of perceiving; and
that cultural groups may differ from one
another in behavior, because of fundamental
differences in ways of perceiving social
situations . "
^
Henri Tajfel, in his work "Social and Cultural Factors
in Perception" explains that what a person sees and hears
may be selectively determined by society's impact upon a
person from birth to the point of the specified perception
.
Social values are learned and are important in the perception
process in that person perception is largely a domain of
evaluative judgements.
Dyadic and multi-adic interplays are greatly compli-
cated by race and cultural background. Interactions
involving people from different cultures often involves
more costs than rewards because each person is often unable
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to reward the other and the behavior of the other is often
unexpected. Furthermore, when people of different cultural
backgrounds make judgements, they may often be inaccurate.
Such inaccuracies lead to different interpretations of the
behavior than may have been intended, and through an action-
reaction process, a chain of misunderstandings may be set
in motion.
H. C. Triandis defines subjective culture as the
reaction of a homogeneous group of people to the social
environment.^^ Subjective cultures, he goes on to explain,
differ because people who interact with similar others
develop consensus on how to look at the world. Different
cultural environments result in different norms or ideas
about what is correct behavior in a given social situation.
People develop different roles or ideas about what is cor-
rect behavior for persons holding a particular position in
a social group. And they may hold different values or ideas
about what states of the world are most desirable than other
states
.
So the age, race, culture and social class of the
perceiver may be important determinants of perception. In
the United States at the present time, race and culture would
seem most crucial factors in perception. Given this coun-
try's unique history and cultural diversity, such effects
on perception may be profound.
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In their landmark study, "Variations in Black and White
Perceptions of the Social Environment, " H. C. Triandis et
al. investigated the attitudes of Blacks and Whites. The
main thrust of the research was directed toward measurement
of What the investigators called "eco-system distrust,"
which covers attitudes toward police officers, social workers,
work foremen, supervisors and significant others in the urban
^J^vironmen t . They found that Blacks and Whites are extremely
heterogeneous populations. In the past, the unemployed, the
elderly, juvenile delinquents, etc., have been dealt with as
very broad categories in the formulation of social policy.
This may not be reasonable when people within groups are so
divergent. In the study there were Black men and women who
were different from other Black people in the sample, let
alone Whites. The same was true for some Whites. Some of
the major findings in this study were:
1. There is a general "eco-system distrust" among Blacks,
particularly the Black hardcore.
2. The Black hardcore see social relations as involving
a "pose" in which one tries to appear better than he
really is, while the middle-class emphasize "openness"
and being "nice."
3. The Black hardcore values power more than being "nice,"
while the reverse is true for the middle-class.
4. Ghetto Blacks accept conditions in the ghetto to a
much greater extent than do other samples.
5. All samples react to Blacks and Whites who are in
establishment roles according to the role, not the
race
.
6. Whites accept people who do well under the status quo
more than do Blacks.
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7. Both races see actors of their own rage as less preiu-diced than actors of the other race.^^
The study concludes with the following generalizations:
1.
There are more similarities than differences in the
responses of Blacks and Whites.
2.
There is tremendous heterogeneity in the responses ofboth Blacks and Whites. Specifically, there are
several Black points of view.
3.
There is symmetry in interracial conflict. Both groups
perceive it about equally. However, there is a tendency
for Blacks to admit more hostility toward White men than
the other way around; White women do not receive the
same degree of Black rejection.
4.
Black responses appear more matrifocal than is the case
with Whites.
5.
There is much more informality in in-group roles among
Blacks. There is greater informality and intimacy
perceived in social relations in work settings among
Blacks than the White middle-class . 1"^
These conclusions may not be true for every study of
racial attitudes, but they do show that race plays a major
role in perception and interpretation. In this country
with its baggage of slavery, interracial struggle and con-
flict, and a heavy multicultural mix in many areas, it is
not surprising that culture and race would affect perception
so greatly.
Daniel W. Edwards in a journal article, Blacks Versus
Whites: When Is Race A Relevant Variable ? concludes:
"The findings suggest that while race may be
relevant for studies of discrimination, for
rectifying social injustice, and for providing
a rallying point for minority groups, race is
not a relevant variable for personality research
or theory."
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It is however, a possibility that race is not
a relevant variable for the study of personalitybut is a relevant variable for understanding the
theorizing and conclusions emphasized by
researchers. This hypothesis maintains that
there is a process of selective perception
caused mainly by racist cultural biases which
prevent investigators from seeing and emphasiz-
ing results which contradict the Negro stereo-
type. "15
It seems obvious to this researcher that where there
is discrimination on the basis of skin color which affects
personality or behavior, race should be a relevant variable.
The OCDQ and Race . Much of the rather voluminous literature
dealing with the organizational climate of schools concerns
itself with numerous personality characteristics of teachers
and/or principal perceptions of the organizational climate.
Conspicuous by its absence from a rather long list of charac-
teristics hypothesized to be a significant discriminant upon
the organizational climate, is the characteristic of race.
Where studies do attend to race and its relationship to
climate perceptions, the focus, for the most part, has been
on the race of the pupil and/or the socio-economic status of
the community in which the school is located. The relative
academic achievement of Black to White schools with open or
closed climates has also been given attention in other
studies.
Studies of the organizational climate of both segre-
gated Gentry and Kenny, Watkins, Hightower,^® and
2 0
Jones^^ and desegregated elementary schools. Bishop and
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Pinkney^^ have in common the finding that those elementary
schools which have a White principal and a predominantly
White teaching staff tend to reflect climate scores more
toward the open end of the climate continuum than schools
with either a Black principal or a predominantly Black
teaching staff. Brown and House, in a Review of Educational
Research Journal article, concluded;
“Climate is sensitive to cultural and
socio-economic impairment; schools in
disadvantaged areas showed either less
openness or less desirable subscale
scores. . .22
However, opinions and research findings appear divided
as to whether or not the race of teachers and principals is
a discriminating factor in teacher perceptions of organiza-
tional climate as determined through the use of Halpin and
Croft's Organizational Climate Description Questionnaire.
23 24John C. Walden et al., Taylor, and Fascetti'^^ all
found no significant differences in Black and White percep-
tions in desegregated settings based upon their research
with the OCDQ.
26 27 28However, researchers Moffett, Michael, Bishop,
29
and Pinkney found the race of the principal to be a signi-
ficant factor in teacher perceptions of organizational
climate in urban (1 mid-western and 3 deep south states)
elementary schools.
While Michael in his study of the racial composition
and organizational climate of 34 elementary schools within
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the Cincinnati Public School District, found no differences
between the overall climate scores of schools with Black
principals and schools with White principals, he did find
that White principals scored higher on the climate subtests
of Intimacy and Production Emphasis. He found, as did Bishop
and Pinkney, that Black principals tended to score higher on
the dimension of Consideration:
"...the greater the percent of black pupils
and the percent of black teachers in the
school, the lower the degree of Esprit, Inti-
macy and Production Emphasis, and the higher
the degree of Consideration by the principal
for the teachers. "30
Bishop found that Black schools scored higher on the
negative dimensions of Hinderance and Production Emphasis
(the opposite of Michael's findings) and lower on Esprit.
The most notable of these studies which have found
race to be a discriminating factor in the perceptions of
teachers of the organizational climate, is that of H. B.
O 1
Pinkney. The purpose of his study was to compare Black
and White teacher perceptions of the eight subtest factors
of the OCDQ which comprise the measure of the organizational
climate, in recently desegregated elementary schools. The
OCDQ was administered to eight White and two Black teachers
in each of 30 randomly selected elementary schools in Florida.
This ratio of Black to White was representative of the total
elementary school teaching staff Black to White ratio.
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CHAPTER III
METHODOLOGY AND PROCEDURES
Subjects
. This study was designed to replicate an earlier
study (Pinkney, 1976) of the perceptions of Black and White
teachers of the factors which comprise the organizational
climate of desegregated elementary schools as measured by
the OCDQ.
Like the original, this study will seek to compare
Black and White teacher perceptions of the eight factors
which comprise the organizational climate of elementary
schools in relationship to the race of the principal.
Overall climate scores will be calculated for the elemen-
tary schools in this sample.
Unlike the original study, this replication will
utilize a desegregated school setting outside of the deep
south in which the ratio of Black to White teachers is
just the reverse of that in the original (8 white to 2
Black) and other such studies reported in the literature.
The original study was based on 255 responses from 30
different schools. Twenty-five White and five Black
principals were used in the original study. Fifteen Black
and five White principals will comprise the principal
population in this study.
Permission was granted to conduct this study by the
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administrators of this public school system with the follow-
ing provisos:
1. that individual responses be kept confidential,
2, that the information gathered will be analyzed
collectively with those of other elementary
school teachers,
that the results in final report include only
summaries of data and will not be associated with
identify any specific elementary shcool by name,
4. that the participation of both individual schools
and their teachers be strictly on a voluntary basis.
Materials
. The OCDQ consists of 64 items that may be used
to establish the organizational climate as perceived by
the members of a school's staff. This instrument can be
given in a group or individual situation and requires no
more than 2 0 minutes for completion. The sixty-four items
are brief statements which describe typical situations and
behaviors that occur in elementary schools. Each respon-
dent (teacher or principal) is asked to decide and to indi-
cate how typical the described behavior is of their principal,
fellow teacher, or their school generally. The respondent
answers each item through the use of a four-point, forced
choice, Likert-type scale: 1-rarely occurs; 2-sometimes
occurs; 3-often occurs; 4-very frequently occurs. These
items are assigned to eight subtests which were derived
through factor analysis procedures by Halpin and Croft.
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Under these procedures, eight scores—one score for each of
the eight subtests--are obtained. These eight scores con-
stitute the profile. The eight dimensions pattern to form
a profile of six types of organizational climate.
Four of the eight subtests are related to and describe
selected facets of the teacher's behavior as it is perceived
by the teacher. The remaining four subtests are related to
and describe the principal's behavior as it is perceived by
the teachers. The eight subtests are labeled and described
in the definitions below which are summaries of the more
detailed analyses provided by Halpin and Croft.
Teacher's Behavior
1. DISENGAGEMENT refers to the teacher's tendency to be
"not with it". This dimension describes a group which
is "going through the motions, a group that is "not in
gear" with respect to the task at hand. In short, this
subtest focuses upon the teacher's behavior in a task
oriented situation.
2. HINDERANCE refers to the teachers' feeling that the
principal burdens them with routine duties, committee
demands, and other busy-work. The teachers perceive
that the principal is hindering rather than facilitating
their work.
3. ESPRIT refers to "morale". The teachers feel that their
social needs are being satisfied and that they are, at
the same time, enjoying a sense of accomplishment in
their job.
4. INTIMACY refers to the teachers' enjoyment of friendly
social relations with each other. This dimension
describes a social-needs satisfaction which is not
necessarily associated with task accomplishment.
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Principal's Behavior
5.
ALOOFNESS refers to behavior by the principal which is
characterized as formal and impersonal. He goes by thebook and prefers to be guided by rules and policies
rather than deal with the teachers in an informal, face-to-face situation. His behavior, in brief, is universalis-tic rather than partiuclaristic
; nomothetic rather thanidiosyncratic. To maintain this style, he keeps himself
at least emotionally— at a distance from his staff.
6
.
PRODUCTION EMPHASIS refers to behavior by the principal
which is characterized by close supervision of the staff.
He is highly directive, and plays the role of a "straw
boss." His communication tends to go in only one direc-
tion, and he is not sensitive to feedback from the staff.
7.
THRUST refers to behavior by the principal which is
characterized by his evident effort in trying to "move
the organization." "Thrust" behavior is marked not by
close supervision, but by the principal's attempt to
motivate the teachers through the example which he per-
sonally sets. Apparently, because he does not ask the
teachers to give of themselves any more than he willingly
gives of himself, his behavior, though starkly task-
oriented, in nonetheless viewed favorably by the teachers.
8.
CONSIDERATION refers to behavior by the principal which
is characterized by an inclination to treat the teachers
humanly, to try to do a little something extra for them
in human terms .
^
Scoring the Instrument . The scoring of the OCDQ will be
done according to the procedures applied in the original
study. The person responding to the questionnaire is asked
to indicate his or her answer to each of 64 items on a four
point like Lixert scale. In scoring the OCDQ, each of
these responses is given a numerical value of six to nine
points. Six points are given for an item answered with a
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response of "rarely occurs" and increasing to nine points
for an item answered with a response of "very frequently
occurs .
"
The raw scores for each of the eight subtest categories
are found by adding the scores for all the items within a
particular subtest and then dividing this sum by the number
items. Each of the eight subtests are scored in this
manner to derive a raw subtest score for each respondent.
All of the scores for a particular subtest are added and
then divided by the number of respondents to yield a sub-
test score for a particular school.
The overall climate score for a particular school is
determined by the results of three subtests. The scores
for Esprit and Thrust are added and the scores for Disen-
gagement are then subtracted from this sum, i.e., E+ T - D =
degree of openness.
Procedures . The data for this study was collected with the
use of Halpin and Croft's OCDQ. This questionnaire was
completed by 278 teachers from twenty different elementary
schools. The schools participated on a voluntary basis;
as v;ell as did the teachers. Each school principal in the
sample was initially contacted by phone followed by a per-
sonal visit to each school. Envelopes containing a letter
and a copy of the OCDQ was left to be distributed to all
full-time teaching staff and faculty in each of the twenty
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schools. Of that total 278 or 80% were returned in a usable
manner. Those that were incomplete or not completed in the
manner prescribed were discarded. Those that were returned
in an acceptable condition were given a school identification
number in order that they might be grouped according to
school and race of principal.
An analysis of variance was used to test the overall
significance of the factors of race of teachers, race of
principals, and the interaction between the two in relation
to each of the eight subtest factors. In addition to
analyses of variance and the t-tests employed in the original
study, a stepwise multiple regression analysis was computed
using biographical data of teachers with each of the subtest
factors. Significance was established at the .01 level for
this study. Climate scores were computed for each of the
20 schools.
The raw data was transferred from the OCDQ to IBM FORTRAN
coding forms and keypunched for processsing electronically.
The processing and analysis of data was accomplished with
the aid of the Computer Center at the University of Massachu-
setts, Amherst. Computer programs for statistical analysis
were taken from the Statistical Packages Programs for the
Social Sciences.
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CHAPTER IV
PRESENTATION AND ANALYSIS OF DATA
In this chapter the results of the analyses of the
data collected through the use of the OCDQ is presented.
The collected data was subjected to the following sta-
tistical treatments:
(1) A 2 (race of teacher) X 2 (race of principal)
analysis of variance was computed for each of the eight
subtest factors to test for overall significance.
(2) where positive results are derived from the
analysis of variance, t-tests were computed in order to
further evaluate mean differences;
(3) stepwise multiple regression analyses were com-
puted for each of the eight subtest factors in relation to
teacher demographic data in an attempt to further account
for subtest score variations.
(4) climate scores were computed for each of the
twenty schools in this sample and a determination made in
terms of relative openness or closedness.
Statistical significance was determined at the .01
level for the purposes of this study.
The results of the analyses of variance (table 1) re-
flects that, except for the relationship between the sub-
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TABLE 1
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ANALYSIS OF VARIANCE FOR EACH OF THE EIGHT SUBTESTS
Variables d£ F P
DISENGAGEMENT
Race of Teacher 1 1.247
. 265
Race of Principal 1 2.118 .147
Interaction 1 1.108 . 293
HINDERANCE
Race of Teacher 1 4.201
. 041
Race of Principal 1 2.326 .128
Interaction 1 1.088 . 298
ESPRIT
Race of Teacher 1 1.671 . 197
Race of Principal 1 .938 .333
Interaction 1 . 099 .754
INTIMACY
Race of Teacher 1 .635 .426
Race of Principal 1 6.585 .011*
Interaction 1 .072 .519
ALOOFNESS
Race of Teacher 1 2.682 .103
Race of Principal 1 .044 .834
Interaction 1 . 535 .465
PRODUCTION EMPHASIS
Race of Teacher 1 .058 .809
Race of Principal 1 2.245 .135
Interaction 1 .642 .424
TABLE 1
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ANALYSIS OF VARIANCE FOR EACH OF THE EIGHT SUBTESTS
Variables df F P
THRUST
Race of Teacher 1 .604 .438
Race of Principal 1 .770 .381
Interaction 1 .757 .385
CONSIDERATION
Race of Teacher 1 .496 .482
Race of Principal 1 1.911 .168
Interaction 1 . 012
. 912
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test factor of Intimacy and the race of the principal,
there is no statistical significance found to support the
rejection of the null hypotheses established for the pur-
poses of this investigation.
There is indicated that there may be a significant
relationship between the race of the principal and the
of intimacy in the organizational climate as perceived
the teachers in this sample. In an attempt to further
explore the significance of this finding, t-tests were
computed for the subtest factor of Intimacy. Further explo-
ration of this relationship through the use of t-tests
(appendix A) revealed no statistically significant differences
at the .01 level to support the rejection of any of the null
hypotheses established for the purposes of this investigation.
A stepwise multiple regression analysis was computed
for each of the subtest factors in relation to teacher demo-
graphic data (table 2) , in an attempt to further account for
subtest score variations. While there were some statistically
significant relations found, none reflected a practical level
of significance, ; adding no new information to this investig-
gation
.
TABLE 2
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SUMMARY TABLE
TEACHER
FOR THE STEPWISE
DEMOGRAPHIC DATA
MULTIPLE REGRESSION FOR
AND SUBTEST FACTORS
/
Simple Multiple Overall Signif
-
R R F icance r2
Disengagement
Age -
. 08996 . 08996 2.25174
. 135 . 008
Race
.07375 .12005 2.10065 .136
. 014
Sex -
. 03300 .12460 1.44033 .231 .015
Tenure -
. 05482 .12669 1 . 11329 .351
. 016
Years - .05248 .12735 .89674 .484 .016
Hinderance
Sex
. 01855 . 13620 5.21655 .023 . 018
* Race
. 03450 .18574 4 . 91329 .008 .034
Esprit
Age
. 21526 . 21526 13.41048 .000 .046
Tenure .16537 . 23940 8.35922 . 000 .057
Race -
. 08237 . 25420 6.30937 .000 . 064
Years . 20674 . 26251 5.05117 .001 . 068
Sex . 00607 . 26289 4.03875 .001 . 069
Intimacy
Sex - .13154 . 13154 4.85987 .028 . 017
Tenure . 07944 . 14927 3.13372 .045 .022
Age - . 02002 . 15640 2.28998 .079 . 024
Years . 06460 . 17067 2.04756 .088 . 029
Race . 03592 .17637 1.74654 .124 . 031
Aloofness
Race
Tenure
Sex
Age
. 09960
-
. 09011
. 02960
-
. 03019
. 09960
.12927
.13187
. 13236
2.76533
2.33664
1.61645
1 .21708
. 097
.099
.186
.304
. 009
.016
. 017
.017
Production
Emp
.
Age .04879 . 04879 .65863 .418 . 002
Tenure - . 03343 . 07037 .68437 . 505 .004
Sex . 04291 . 08135 .60852 .610 .006
Years - .01275 . 08876 .54145 .705 .007
Race - .02144 . 09352 .47995 .791 .008
* Variables are removed from the set of predictors if their
predictive ability falls below a given level. The process
terminated when no further variable improves the prediction
of the dependent variable.
TABLE 2 43
SUMMARY TABLE
TEACHER
FOR THE STEPWISE MULTIPLE REGRESSION FOR
DEMOGRAPHIC DATA AND SUBTEST FACTORS
/ Simple
R
Multiple
R
Overall
F
Signif-
icance
Thrust
Age
.14827 .14827 6.20369
. 013
. 021Race
. 05094 .15405 3.34238
. 037 .023Years
. 07217 .15479 2.24212
. 084
. 023
cons laerat ion
Tenure -
. 05433
. 05433 .81711 .367
. 002Years
. 02256
. 07598 .79841 .451
. 005Sex -
. 03576
. 08605
. 68127
. 564
. 007Race
. 03611
. 09080
. 56739
. 687
. 008
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(1) there is neither a statistical nor a practical
level of significance found for the subtest
factors (dependent variables) of Disengagement,
Aloofness, Production Emphasis, and Consideration.
(2) while there is reflected a high level of statistical
significance, indicating a strong relationship
between the independent variables entered and the
sub-test factors of Hinderance, Esprit, Intimacy,
and Thrust, the practical significance of these
results is very low as indicated by the which
shows that only a very small percentage of the
unexplained variations have been accounted for.
Given the non-significant level of results derived from
the analyses of variance, t-tests, and the results of the
regression analyses, it would appear that at best there is
but a very weak relationship between race and teacher percep-
tion of the sub-test factors of the OCDQ
.
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CLIMATE SCORES
Climate scores are determined by adding the scores for
the sub-tests of Esprit and Thrust and then subtracting the
score for Disengagement within each school. Those schools
in this sample which received scores above 9,000 are con-
sidered "more open" and those schools which scored below
9,000 are considered "more closed".
An examination of the respective climate scores reveals
that there is a 7% difference with regard to the teacher per-
ception of the openness or closedness of schools within this
sample. Eight of fifteen (53%) of the schools led by Black
principals were identified as "more closed", while three of
five (60%) of the schools led by Whtie principals were so
identified.
However, this 7% difference is not seen as significant
by this investigator on the basis that the spread of the
scores for both samples is relatively the same, i.e., each
sample deviated half a school from being 50% open and 50%
closed.
SUMMARY
OF
CLIMATE
(MORE
OPEN
AND
MORE
CLOSED)
OF
THE
TWENTY
SCHOOLS
WITH
Bp
and
Wp
WHICH
ARE
IDENTIFIED
BY
SCHOOL
CODE
NUMBERS
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CHAPTER V
SUMMARY, FINDINGS, AND CONCLUSIONS
Smnmary. The purpose of this study was to confirm or to
disconfirm the position that race is a significant factor
in the perception of the organizational climate of public
elementary schools as measured by Halpin and Crofts'
Organizational Climate Description Questionnaire (OCDQ)
.
Due to the limited amount of empirical research with this
proposition, this study sought also to expand and extend
the research of previous researchers with regard to the
factor of race and its influence upon the teacher percep-
tions of the organizational climate as measured through the
use of the OCDQ as a data gathering device.
Organizational Development practicioners consider
accurate data gathering to facilitate the diagnostic phase
of organizational problem-solving processes to be the corner-
stone of that process. To get an idea of the status of
interpersonal relations within an organization, some attempt
to measure or describe the organizational climate is often
attempted through the use of a data gathering instrument.
One such data gathering device, often employed in public
elementary schools, is Halpin and Crofts' OCDQ.
The resultant measures or descriptions are based upon
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the perceptions of people within the organization. Such
perceptions, it is argued, are vulnerable to social and
cultural influences, i.e., the social determinants cf be-
havior.
In a society in which many people make discriminations
on the basis of skin color
,
it would seem very probable
that this dynamic would enter into and influence person per-
ception to some extent; particularly in integrated settings.
The general hypothesis of this replicated study is that race
is a significant discriminant upon the perception of the or-
ganizational climate as measured by the OCDQ,
As a test of this general hypothesis, the present study
replicated an earlier study, Pickney (1976) using a popula-
tion sample where the Black to White teacher ratio (S Black
to 2 White) is just the opposite of that used in the repli-
cated study (2 Black to 8 White) . The present sample was
taken from an urban southeastern city instead of the deep
South as in the previous study. Returns from 278 Black and
White teachers from twenty different schools were utilized
in the analyses of the data collected.
An analysis of variance was conducted in order to test
the overall significance of the factors of race of teachers,
race of principals, and the interaction between the uwo in
relation to each of the eight subtest factors. T-tests
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were conducted in the single instance where there was a
positive result from the analyses of variance. Stepwise
regression analyses were performed using the demo-
graphic data of teachers in relation to each of the eight
subtest factors of the OCDQ.
Overall climate scores were derived for each of the
twenty schools in order to determine the relative openness
or closedness of the schools in this sample.
Findings . The overall results of the statistical analyses
of the collected data indicate that there is no statistical
significance (.01) to support the rejection of the null
hypotheses established for the purposes of this investigation.
The analyses of variance did yield one positive indication
that suggested that there was a relationship between the
race of the principal and the sub-test Intimacy. However,
t-tests performed for the sub-test factor Intimacy and the
race of the principal failed to reveal significant differences
among the mean scores.
No significant differences were found between the overall
climate scores of schools with Black principals and schools
with White principals.
Conclusions. On the basis of the foregoing findings, the
following conclusions seem justified;
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1. Race is not a significant discrimant upon the
results obtained through the use of the OCDQ. This seems
Particularly true at the .01 level of significance. Those
/
studies which have previously found significant differences
in Black and White perceptions of the organizational climate,
did so at confidence levels greater than .01. This replica-
tion has in common with those other studies,
- Walden, (1973)
•Taylor (1972) and Fascetti (1971) which have found no sig-
nificant differences in Black and VThite perceptions of the
organizational climate, at a significance or confidence level
of .01.
2. The OCDQ itself is not particularly sensitive to
racial differences in perceptions.- In choosing the original
sample from which the norms were derived, Halpin and Croft
deliberately excluded urban core schools, choosing instead,
scliools in communities where the concentration of Blacks
was low.
3. Consistent with the findings of the Triandis study
(1975)
,
there appears to be a tendency for the teachers in
this sample to see principals in terms of their role rather
than their race and that there are more similarities than
differences in the responses of Blacks and Whites to the
OCDQ items.
51
4. The research of Wayne K. Hoy (1967, 1968, 1969)
indicates that the elementary school as an organization has
a socailization effect upon teachers in relation to Pupil
Control Ideology and Organizational Climate. These same
socialization processes may also tend to have a leveling
effect upon the perceptual processes of the organizaition '
s
members with regard to race as a social determinant of
perception
.
Recommendations ^ On the basis of the results of this and
other studies cited in this study that have found no signi-
ficance at the .01 level of confidence in the differences of
Black and White perceptions of the organizational climates;
it is recommended that no further such studies be undertaken
utilizing the OCDQ.
It is further recommended that if such studies are
thought to be of value, as does this author, that either
another already existing climate instrument (OCI or POC) be
used or that one be devised which will be sensitive to dif-
fering racial perceptions of organizational climates.
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TABLE 4
t-TEST OF THE FACTORS WHICH COMPRISE
THE OC BY Bt/Bp AND Bt/Wp
OCDQ
Subtests Ss X SD t
DISENGAGEMENT 1 6.9154 .429 1.78
2 6.7938 .435
HINDERANCE 1 7.2692 . 057 1.82
2 7.1414 .425
ESPIRIT 1 7.6712 .548 - .70
2 7.7320 .557
INTIMACY 1 6.9753 .068 -1.95
2 7.1059 .030
ALOOFNESS 1 ' 7.2415 .409 - .14
2 7 .2503 .383
PRODUCTION 1 7.1758 .475 -1.71
EMPHASIS 2 7.3130 .518
THRUST ' 1 8.0021 .725 .38
2 7.9594 .702
CONSIDERATION 1 6.9391 .548 -1.19
2 7.0487 .596
l=Bt/Wp with N=52
2=Bt/Bp with N=178
df=228
*=s ignificant at .01
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TABLE 5
t-TEST OF THE FACTORS WHICH COMPRISE
THE OC BY Wt/Wp and Wt/Bp
OCDQ
Subtests Ss X SD t
DISENGAGEMENT 1 6.8800
. 580 -
. 28
2 6.9182 .362
HINDERANCE 1 7.3000
. 532 -
. 25
2 7.3333 .384
ESPRIT 1 7 . 5200 .382 - .93
2 7.6394 .428
INTIMACY 1 6.9619 .198 -2.01
2 7.1861 .408
ALOOFNESS 1 7.4148 . 512 • 1—*
2 7.3232 .361
PRODUCTION 1 7.2571 .637 .04
EMPHASIS 2 7.2511 .477
THRUST 1 8.2370 .774 1.29
2 7.9832 . 562
CONSIDERATION 1 6.9889 .839 - .71
2 7.1212 .447
l=Wt/Wp with N=15
2=Wt/Bp with N=33
df=46
*=signif icant at .01
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TABLE 6
t-TEST OF THE FACTORS WHICH COMPRISE
THE OC BY Bt/Bp and Wt/Bp
OCDQ
Subtests Ss
DISENGAGEMENT 1
2
HINDERANCE 1
2
ESPRIT 1
2
INTIMACY 1
2
ALOOFNESS 1
2
PRODUCTION 1
EMPHASIS 2
THRUST 1
2
CONSIDERATION 1
2
X SD t
6.7938 .435 -1.55
6.9182 .362
7.1414 .425 -2.42
7.3333 .384
7.7320 .557 .91
7.6394 .428
7.1059 .406 -1.04
7.1861 .408
7 . 2503 .383 -1.01
7.3232 .361
7.3130 . 518 .64
7.2511 .477
7.9594 .702 - .18
7.9832 . 562
7.0487 . 596 - .66
7.1212 .447
l=Bt/Bp with N=178
2=Wt/Bo with N=33
d£=209
*=signi£icant at .01
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TABLE 7
t-TEST OF THE FACTORS WHICH COMPRISE
THE OC BY Bt/Wp and Wt/Wp
OCDQ
Subtests Ss X SD t
DISENGAGEMENT 1 6.9154 .429
. 26
2 6.8800 . 580
HINDERANCE 1 7.2692 . 507 -
. 20
2 7 . 2000 . 532
ESPRIT 1 7.6712 . 548 1.00
2 7 . 5200 .382
INTIMACY 1 6.9753 . 489 .10
2 6.9619 .198
ALOOFNESS 1 7.2415 .409 -1.37
2 7.4148 .512
PRODUCTION 1 7.1758 .066 -.54
EMPHASIS 2 7.2571 .164
THRUST 1 8.0021 .725 -1.09
2 8.2370 .774
CONSIDERATION 1 6.9391 . 548 - .27
2 6.9889 .839
l=Bt/Wp with N=52
2=Wt/Wp with N=15
d£=65
*=signif icant at .01
64
TABLE 8
t-TEST OF THE FACTORS WHICH COMPRISE
THE OC BY Wt/Bp and Bt/Wp
OCDQ
Subtests Ss X SD t
DISENGAGEMENT 1 6.9182 .362 . 03
1
2 6.9154 .429
HINDERANCE 1 7.3333 .384 .62
2 7.2692 . 507
ESPRIT 1 7.6394 .428 - .28
2 7.6712 .548
INTIMACY 1 7.1861 .408 2.06
2 6.9753 .489
ALOOFNESS 1 7.3232 .361 .94
2 ' 7.2415 .409
PRODUCTION 1 7 .2511 .477 .71
EMPHASIS 2 7.1758 .475
THRUST 1 7.9832 .562 - .13
2 8.0021 .725
CONSIDERATION 1 7.1212 .447 1.60
2 6.9391 . 548
l=Wt/Bp with N=33
2=Bt/Wp with N=52
d£=83
*=s ignificant at .01
TABLE 9
;t-TEST OF THE FACTORS WHICH COMPRISE
THE OC BY Bt/Bp and Wt/Wp
6S
OCDQ
Subtests Ss X SD t
DISENGAGEMENT 1 6.7938 .435 -
.72
2 6.8800
. 580
HINDERANCE 1 7.1414 .425
-1.36
2 7.3000
. 532
ESPRIT 1 7.7320
. 557 1.44
2 7.5200 .382
INTIMACY 1 7.1059 .406 1.36
2 6.9619 .198
ALOOFNESS 1 7.2503 .883 -1.55
2 7.4148
. 512
PRODUCTION 1 7.3130 . 518 .39
EMPHASIS 2 7.2571 .637
THRUST 1 7.9594 .702 -1.46
2 6.9889 .839
CONSIDER./VTION 1 7.0487 . 596 .36
•
2 6.9889 .839
l=Bt/Bp with N=178
2=Wt/Wp with N=15
df=191
*=signi£icant at .01
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TABLE 10
COMPRISE THEOC BY Bt and Wt/Bp and Bt and Wt/Kp
OCDQ
Subtests Ss X SD t
DISENGAGEMENT 1 6.9075 .462 1.54
2 6.8133 .426
HINDERANCE I 7.2761 .509 1.68
2 7.1714 .423
ESPRIT 1 7.6373
. 517 -1.07
2 7.7175 .539
INTIMACY 1 6.9723 .439 -2.52
2 7.1185 .409
ALOOFNESS 1 7 . 2803 .436 .34
2 7.2617 .380
PRODUCTION 1 7.1904 . 511 -1.52
EMPHASIS 2 7.3033 . 511
THRUST 1 8.0547 .737 .94
2 7.9631 .681
CONSIDERATION I 6.9502 .618 -1.34
2 7 . 0600 .575
l=Bt and Wt/Wp with N=67
2=Bt and Wt/Bp with N=211
df=276
*=signif icant at .01
TABLE 11
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t-TEST OF THE FACTORS WHICH COMPRISE THE
OC BY Bt/Bp and Wp and Wt/Bp and Wp
OCDQ
Subtests Ss X Sd t
DISENGAGEMENT 1 6.8213 . 436
-1.23
2 6.9063 .435
HINDERANCE 1 7.1703 .447 -2.17
2 7.3229 .430
ESPRIT 1 7.7183
. 555 1.37
2 7.6021 .414
INTIMACY 1 7.0764 .428 - .60
2 7.1161 .369
ALOOFNESS 1 7.'2483 .388 -1.66
2 7.3519 .411
PRODUCTION 1 7 . 2820 . 511 .36
EMPHASIS 2 7.2530 . 525
THRUST 1 7.9691 .706 - .85
2 8.0625 .638
CONSIDERATION 1 7.0239 . 587 - .60
2 7.0799 . 591
l=Bt/Bp and Wp with N=230
2=Wt/Bp and Wp with N=48
df=276
*=signi£icant at .01
APPENDIX B
ORGANIZATIONAL CLIMATE
DESCRIPTION QUESTIONNAIRE
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questionnaire descriptive information
The way people feel and their attitudes about their organ-
ization may be different for a number of reasons. This
researcher, therefore, needs to ask you for some basic in-
formation such as age, race, length of teaching experience,
and the number of years you have spent at your present
school
.
This research is strictly of a confidential nature. No one
in the school system will ever see your answers to these
items
.
1. What is your sex? (1) Female (2) Male
2. Years of teaching experience as of Jan. 1977?
Less than 1 year 1 year 2-3 4-5
6-7 8-9 10-15 Over 15 years
3. My race is
1. Black/Negro
2. White/Caucasian
3. American Indian or Alaskan Native
4. Asian (Oriental or Pacific Islander)
5. Hispanic
4. Years taught in present school. Less than 1 year
1 year 2-3 4-5 6-7 8-9
10-15
70
5. My age is
26 or younger
_27-l>S
36-44
45-54
55 or older
ORGANIZATIONAL CLIMATE DESCRIPTION QUESTIONNAIRE
by
Andrew W. Halpin and Don B. Croft
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The terms in this questionnaire describe typical be-
haviors or conditions that occur within an elementary school
organization. Please indicate to what extent each of these
descriptions characterize your school
.
The descriptive scale on which to rate the items is
printed at top of each page. Please read the instructions
which describe how you should mark your answers.
The purpose of this questionnaire is to secure a de-
scription of the different ways in which teachers behave
and of the various conditions under which they must work.
After you have answered the questionnaire, I will examine
the behavior or conditions that have be described as typical
by the majority of the teachers in your school. I will con-
struct from this description, a portrait of the Organiza-
tional Climate of your school.
MARKING INSTRUCTIONS
Printed below is an example of a typical item found in
the Organizational Climate Description Questionnaire;
1. Rarely Occurs
2. Sometimes Occurs
72
3. Often Occurs
4. Very Frequently Occurs
Teachers call each other by their
first name. 1234
In this example the respondent marked alternative 3 to
show that the interpersonal relationship described by this
item "often occurs" at their school. Of course, any the
other alternatives could be selected, depending upon how
often the behavior described by the item does, indeed, occur
in your school. As with many such devices there are no
correct answers, only your perception of how the statement
applies to your organization.
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Please circle your response clearly, as indicated in
the example. PLEASE BE SURE THAT YOU CIRCLE EVERY ITEM.
1
.
Rarely Occurs
(Select only one for each
2. Sometimes Occurs
item) 3. Often Occurs
4. Very Frequently Occurs
1. Teachers’ closest friends are other 12 3
2 .
3.
4.
5.
faculty members at this school.
The mannerisms of teachers at this
school are annoying.
Teachers spend time after school with
students who have individual problems
Instructions for the operation of
teaching aids are available.
Teachers invite other faculty members
to visti them at home.
1 2
1 2
1 2
1 2
3 4
3 4
3 4
3 4
6. There is a minority group of teachers 12 34
who always oppose the majority.
7. Extra books are available for class- 12 34
room use.
8. Sufficient time is given to prepare
administrative reports.
9. Teachers know the family background
of other faculty members.
10. Teachers exert group pressure on non-
conforming faculty members.
11. In faculty meetings, there is a feel-
ing of ’’let's get things done."
12 3 4
12 3 4
12 3 4
12 3 4
12
,
13
14
15
16
17
18
19
20
21
22
23
24
25
26
27
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4
4
4
4
4
4
4
4
4
4
4
4
4
4
4
4
Administrative paper work is burdensome 1 2
at this school.
Teachers talk about their personal life 1 2
to other faculty members.
Teachers seek special favors from the 1 2
principal
.
School supplies are readily available 1 2
for use in classwork
Student progress reports require too 1 2
much work.
Teachers have fun socializing together 1 2
during school time.
Teachers interrupt other faculty members 1 2
who are talking in staff meetings.
Most of the teachers here accept the 1 2
faults of their colleagues.
Teachers have too many committee re- 1 2
quirements .
There is considerable laughter when 1 2
teachers gather informally.
Teachers ask nonsensical questions in 12
faculty meetings.
Custodial service is available when 1 2
needed
.
Routine duties interfere with the job 1 2
of teaching.
Teachers prepare administrative reports 1 2
by themselves
.
Teachers ramble when they talk in faculty 1 2
meetings
.
Teachers at this school show much school 1 2
spirit
.
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28. The principal goes out of his way to
help teachers
.
1 2 3 4
29. The principal helps teachers solve
personal problems.
1 2 3 4
30. Teachers at this school stay by them-
selves
.
1 2 3 4
31. The teachers accomplish their work
with great vim, vigor, and pleasure.
1 2 3 4
32. The principal sets an example by
working hard himself.
1 2 3 4
33. The principal does personal favors for
teachers
.
1 2 3 4
34. Teachers eat lunch by themselves in
their own classrooms.
1 2 3 4
35. The moral of teachers is high. 1 2 3 4
36. The principal uses constructive
criticism.
1 2 3 4
37. The principal stays after school to
help teachers finish their work.
1 2 3 4
38. Teachers socialize together in small
select groups.
1 2 3 4
39. The principal makes all class -schedul
-
ing decisions.
1 2 3 4
40. Teachers are contacted by the principal
each day.
1 2 3 4
41. The principal is well prepared when he
speaks at school functions.
1 2 3 4
42. The principal helps staff members settle
minor differences.
1 2 3 4
43. The principal schedules the work for the
teachers
.
1 2 3 4
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44.
45.
46.
47.
48.
49.
50 .
51.
52.
53.
54.
55.
56.
Teachers leave the grounds during the
school day.
The principal insures that teachers work
to their full capacity.
Teachers help select which courses will
be taught
.
The principal corrects teachers’ mis-
takes
.
The principal talks a great deal.
The principal explains his reason for
criticism to teachers.
The principal tries to get better salariesl
for teachers.
Extra duty for teachers is posted con-
spicously. 1
The rules set by the principal are
never questioned.
The principal looks out for the per-
sonal welfare of teachers.
School secretarial service is avail-
able for teachers’ use.
The principal runs the faculty meeting
like a business conference.
The principal is in the building before
teachers arrive
2
2
2
2
2
2
2
2
2
3 4
3 4
3 4
3 4
3 4
3 4
3 4
3 4
3 4
3 4
3 4
3 4
3 4
57. Teachers work together preparing admin- 12 34
istrative reports.
58. Faculty meetings are organized according 12 34
to a tight agenda.
59. Faculty meetings are mainly principal -re- 12 34
port meetings
.
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60. The principal tells teachers of new
ideas he has run across.
1 2 3 4
61. Teachers talk about leaving the school
system
.
1 2 3 4
62. The principal checks the subject-matter
ability of teachers.
1 2 3 4
63. The principal is easy to understand. 1 2 3 4
64. Teachers are informed of the results
of a supervisor's visit.
1 2 3 4
65. Grading practices are standardized at
this school.
1 2 3 4
66
.
The principal criticizes a specific act
rather than a staff member.
1 2 3 4
67. Teachers leave the building as soon as
possible at day's end
1 2 3 4
68. The principal clarifies wrong ideas a
teacher may have.
1 2 3 4
69. Schedule changes are posted conspicu-
ously at this school.
1 2 3 4
---S T 0 P---
PLEASE GO BACK THROUGH THE QUESTIONNAIRE AND MAKE SURE THAT
YOU HAVE CIRCLED VERY ITEM.
PLACE THIS QUESTIONNAIRE IN THE ENVELOPE PROVIDED AND SEAL
IT.
THANK YOU FOR YOUR COOPERATION.

